1.
Therefore it is recommended that increase _ d resource allocations, especially money, trained staff and more adequate space be provided to enhance the Black Cultural Center's programm atic efforts.
Response:
If we can get the Free Service Bookstore relocated, the Center will be able to move into that space (the basement of its present structure) . The relocation of the Free Service Bookstore hinges on the location of the Alumni Mail Room, which we are trying our best to relocate. We hope these moves will occur soon, but we can't give a firm date though we've been working on this for several month�.
Like everyone else, the Black Cultural Center will have to compete for additional funds at the budget hearings and through approved channels. Funds are tight for every unit on campus, and the only way to secure new funds is to make the best case at budget time.
2.

It is recommended that the Intramurals Program continue its efforts
to recruit a greater number of Black officals and to ensure that . 3 .. These programs included:
1.
UTK Center for Multi-Campus Programs in Minority
Faculty Teaching and Research --· ($85,000) .
2.
Summer Orientation --Fiscally Disadvantaged (minority) --($17, 500) .
Special Program for Academically Handicapped
Students --($45, 000) . 7.
-6 - When the appropriate Vice Chancellor has approved the position, one copy of the form will be sent to the UTK Personnel Office and a second copy will be sent to the Affirmative Action Coordinator, where it will be available to such groups as the Commission for Women and the Commission for Blacks.
A second form will be used to report on new hirings. 
1.
List publications in which the vacancy was advertised and dates upon which the advertisement appeared.
(If the position was not advertised, attach explanation.)
2.
List professional organizations, caucuses, and referral sources with which the vacancy was listed.
3.
If Blacks, women, handicapped individuals, Vietnam Era or disabled veterans were identified but not interviewed, explain the reasons.
4.
If 
6.
If the position has been filled by an internal candidate for whom the post represents a promotion, indicate his or her previous position (title, department, and title code number) .
One copy of this form will be sent to the Vice Chancellor for Planning and Administration (UTK Affirmative Action Officer) who will review it for sufficiency of Affirmative Action.
In the meantime, the Academic Affairs Office has attempted to maintain such an audit on each authorized vacancy or new position in each department, college or school. The Vice Chancellor for Academic Affairs would be pleased to discuss with members of the Commission this process and its findings.
8.
That guidelines be established for pre and post employment interviews with Black faculty to complement the regular departmental and administrative interviews.
Response -a -
The precise nature of this recommendation is not clear, but if the intent is to suggest some ways in which we might learn more about how to attract minority persons to the University and understand how we can improve our retention of minority persons who do come to the University, then this recommendation should be followed. Specific suggestions concerning such guidelines from the Commission would be appreciated.
9.
That colleges, schools, and departments be encouraged to make available graduate teaching assistantship monies to be used as an incentive to attract and enhance the recruitment of qualified Black graduate students at UTK.
Response:
We believe we are already making a good number of graduate teaching assistantships available to Black students and we intend to continue to so as much as we are allowed by law. We intend to continue our vigorous recruiting efforts to attract qualified Black graduate students.
10.
It is therefore recommended that there be better cooperation and The CFB urges that present personnel practices be reviewed with a view to opening . up employment opportunities for Blacks and other minorities. Further, the CFB recommends that consideration be given to establishing a Minority Affairs position in the Department of Personnel, or that responsibility for minority affairs be delegated to an interviewer.
Response: t'le will continue to review our day-to-day practices to make certain there is no inadvertent discrimination in our procedure�.
Our records are open for inspection at any time to the Affirmative Action Coordinator.
The use of a minority affairs interviewer does have some possibilities, providing this position is used in other areas of interviewing as well as for Blacks.
The addition of this position to our staff would create an opportunity for more aggressive seeking of Black applicants from the community. One serious problem we face is that our salary scales are not competitive with the surrounding community.
We will make a concerted effort to remain sensitive to the need for a "Minority Affairs Interviewer, " and as positions for interviewers open up, we will attempt to hire an appropriate person for this position.
All available positions within UTK should be advertised in the wider community and particularly on radio stations.
Response: Advertising job vacancies on predominantly Black radio stations is an effective way to reach Black applicants. We have no under-utilization in the unskilled areas and have no problem attracting unskilled applicants at other than non-competitive beginning salaries.
13.
The CFB further recommends that employment applications be computerized and there be established a pool of Blacks and other minority appli cants. This pool should be maintained for longer than the three month period which is the current practice. 
15.
It is recommended that there be a CFB . representative on search Women from whom a similar recommendation was made)
to discuss ways of achieving the intent of this recommendation.
